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Workers in alternative
employment arrangements

Workers in four selected alternative employment
arrangements—independent contractors, temporary help
agency workers, contract company workers, and on-call
workers—differ from traditional employees,

as well as from one another

organization for which they carry outin detail. It is important to note that the classifi-

their assignments. Most also haveation of workers in alternative arrangements
an established schedule for reporting to workvas made separately from that of contingent
There always have been exceptions, howeverorkers. Workers in alternative arrangements
In recent years, a perception has emerged thadre contingent only if they met the criteria for
the number of exceptions is growing, that eneontingency. For instance, some contract com-
ployment is more frequently being arranged bgany employees may have perceived their job as
intermediaries, and that work schedules are bemporary and consequently were classified as
coming less standardized. In order to obtain iontingent workers; on the other hand, many of
formation on workers’ employment arrangethe workers in contract companies had an expec-
ments, a special survey was conducted for thation of ongoing employment and were not clas-
Bureau of Labor Statistics as a supplement to thdied as contingent. Moreover, some contingent
February 1995 Current Population Surveyq.! workers’ jobs fell into one of the alternative ar-
This article discusses the survey findings on fouangements, but in fact, most contingent workers
groups of workers considered to be in “alternavere in regularly scheduled jobs that did not in-
tive” arrangements: independent contractorsolve intermediaries.
temporary help agency workers, employees of In the next four sections, each alternative work
contract companies, and on-call workers. arrangement will be discussed in some detail,

Approximately 12 million persons, or 10 perincluding the 1995 demographics of the work-
cent of the work force, fell into at least one of thers, the characteristics of the jobs they held, and
four categoried(See exhibit 1.) The largest waghe extent to which their jobs were contingent.
independent contractors, with 8.3 million, fol-Companion articles in this issue by Anne E.
lowed by on-call workers (2 million), temporaryPolivka, Steven Hipple, and Jay Stewart discuss
help agency workers (1.2 million), and contraadata from thecPsconcerning earnings and ben-
company employees (650,000). As this articlefits of workers in alternative arrangements, as
will detail, workers in these arrangements difwell as employment and earnings characteristics
fered sharply from one another. For examplef contingent workers; Donna Rothstein uses
temporary help agency workers tended to loata from the National Longitudinal Survey to
young women who were dissatisfied with theiexamine aspects of workers in nonstandard em-
work arrangement, while independent contragloyment arrangements.
tors were likely to be middle-aged and older men
who were very satisfied with their work.
Another major focus of the 1995 survey wathdependent confractors

the measurement of contingent workers, defined
as workers who have no implicit or explicit conBy far the largest of the four alternative arrange-
tract for ongoing employmefOther articles in ments, with 8.3 million workers, was independ-

M ost workers are employees of the santis issue discuss aspects of contingent workers
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ent contractors, independent consultants, and freelance wods self-employed in the basic questionnaire, with the remain-
ers, all subsequently referred to as independent contractoder categorized as wage and salary workers.
Unlike workers in the other arrangements, independent con-
tractors are not employees in the traditional sense, but rath@haracteristics Independent contractors differed dramati-
work for themselves (or their own company), bearing the rezally from traditional workers and workers in the other alter-
sponsibility for obtaining clients, seeing that work assignnative arrangements. (Characteristics of independent contrac-
ments are executed, and otherwise running the businesasrs, as well as those of workers in the other arrangements, are
Workers who frequently are independent contractors includdisplayed in tables 1 through 11. Demographics are presented
computer consultants, freelance writers, real estate agenitsfables 1 through 4, part-time status is shown in table 5, oc-
and home remodelers. cupation and industry data are in tables 6 and 7, and data re-
Information on the self-employed has been collected itated to job satisfaction are in tables 8 through 11.) The typical
the cpsfor many years. What was new in the 1995 surveyndependent contractor is a white man of middle age or older.
was that individuals were asked whether they considerednly one-third were women, and just 5 percent were black.
themselves an independent contractor, an independent cdndependent contractors were well educated, on average; about
sultant, or a freelancer, as opposed to another type of se¥4 percent had a college degree, 5 percentage points higher
employed person, such as a shop owner or restaurateur. than workers in traditional arrangements.
restrictions were placed on the size or scope of their busi- More independent contractors than traditional workers
ness: independent contractors may have one client or mamyprked part time (less than 35 hours a week), reflecting the
may have employees or work alone, and may or may not haeéder age profile of the former and the strong propensity of
businesses that are incorporated. Wage and salary workefimmale independent contractors to work part time. For ex-
as well as the self-employed (as identified in the bas& ample, among men 65 years and older—a group that is over-
questionnaire), had the opportunity to be classified as indeepresented among independent contractors—nearly two-
pendent contractors; the survey questions were tailored sonthirds worked part time. With respect to women, nearly half
what to fit each group. Of all the self-employed, about onein the arrangement were part time, compared with about one-
half were reported to be independent contractors. Conversefgurth of those in traditional arrangements. For both groups
some 85 percent of independent contractors were classifielwomen, most part-time schedules were for a noneconomic

Exhibif 1. Workers in alternative employment arrangements as a percent of total employment, February 1995

Percent of

Type of alternative arrangement total employed

Independent contractors
Workers identified as wage and salary workers in the leasiovho answered affirmatively to the question, “Last
week, were you working as an independent contractor, an independent consultant, or a freelance worker? That is,
someone who obtains customers on their [sic] own to provide a product or service.” Also, workers identified as self-

employed in the basices who answered affirmatively to the question, “Are you self-employed as an independent

contractor, independent consultant, freelance workers or something else (such as a shop or restaurant owner)P” in order

to distinguish those who considered themselves to be independent contractors, consultants, or freelance workers from

those who were business operators, such as shop owners or restaurateurs. 6.7

On-call workers

Workers who answered affirmatively to the question, “Some people are in a pool of workers whoraralled to
work as needed, although they can be scheduled to work for several days or weeks in a row, for example, substitute
teachers and construction workers supplied by a union hiring hall. These people are sometimes refenedto as
workers. Were you aoN-cALL worker last week?” 1.6

Temporary help agency workers
Workers who said their job was temporary and answered affirmatively to the question, “Are you paid by a temporary
help agency?” Also, workers who said their job was not temporary and answered affirmatively to the question, “Even
though you told me your job was not temporary, are you paid by a temporary help agency?” 1.0

Workers provided by contfract firms
Workers who answered affirmatively to the question, “Some companies provide employees or their services to others
under contract. A few examples of services that can be contracted out include security, landscaping, [and] computer
programming. Did you work for a company that contracts out you or your services last week?” These workers also had
to respond negatively to the question, “Are you usually assigned to more than one customer?” and affirmatively to the 5
question, “Do you usually work at the customer’s worksite?”
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reason, such as family responsibilitieyelo SR Employed persons in alternative and traditional work arrangements, by
At the other end of the spectrum, arela- selected characteristics, February 1995
tively large share of mdependgnt CONF [percent distribution]
tractors worked |0ng hours: thlrty per Workers in alternative arrangements Workers
cent had an average workweek that in
exceeded 48 hours, about twice the pro- Characteristic Independ- | on-call Ter?@?pmy provvvicc;régrsbv tﬁﬂg?l
portion for traditional workers. Conﬁglmrs workers | ggency | confract ments
Seventy-one percent of the indepen workers firms
ent contractors were married, with most
. . . i Age and sex
of their spouses working in traditional
arrangements or not in the labor force. Total. 16 years and older
(thousands) ........c.cceevueene 8,309 1,968 1,181 652 111,052
Twenty percent of the husbands and percent...... 100.0 100.0 100.0 100.0 100.0
32 percent of the wives had spousggb to 19 years 15 78 52 25 4.7
. 20 to 24 years ... 2.4 115 19.7 12.7 10.5
who also worked as independent cones to 34 years ... 19.7 25.4 34.1 39.0 26.4
tractors. (It was not possible to estimatgs> (o 44 years ... 308 23.2 213 233 276
. . 45 to 54 years ... 25.3 15.9 12.1 11.8 19.2
how many spouses were in businesss o 64 years ... 13.6 9.6 5.8 6.7 8.9
together.) As with women in traditional| 65 years and old 67 6.7 18 41 25
jobs, slightly more than half of the Wo-  men, 16 years and older ... 67.3 48.4 47.2 715 52.8
men in the independent contracting ar-18 to 19 years 9 3.9 3.0 14 24
.. ... | 20 to 24 years .... 1.6 6.7 114 6.4 5.6
rangement were combining work with 25 to 34 years ... 12.6 13.1 16.8 29.8 14.3
raising children; those working for|35t44years ... 210 108 7.7 19.0 14.5
. 45 to 54 years ... 16.7 6.7 4.4 5.7 10.0
themselves were more likely to havess i 64 years ... _ 9.6 3.7 2.8 5.2 4.7
65 years and older ................ 49 3.6 11 41 14
preschoolers.
Quite unlike the occupational profile| women, 16 years and older 327 51.6 52.8 285 472
of traditional workers, that of independ4 16 to 19 years ..................... 6 3.9 23 11 24
’ 20 to 24 years ... . .8 4.8 8.3 6.1 4.9
ent contractors was skewed toward seVss to 34 years ... 7.1 12.3 17.4 9.2 12.1
eral high-skilled fields. Specific occu-| 3> o 44 years ... 9.8 124 135 4.3 131
. . 45 to 54 years ... 8.5 9.1 7.7 6.3 9.2
pations that were heavily representeds to 64 years .... . 4.0 5.8 2.9 15 4.2
were writers and artists, insurance ands years andolder ............... 18 32 8 O L1
real estate sales agents, construction race and Hispanic origin
trade employees, and miscellaneousg, ..~~~ 923 84.9 127 830 g5.1
managers and administrators. Few inslack ........... 5.0 10.4 21.8 117 10.9
dependent contractors were reported |fiispanic origin 52 9.6 13 8.4 8.6
technical, clerical, or laborer occupar ‘Less than 0.05 percent.
tions. The most popular fields for men Nore:  Workers in traditional arrangements are those who do not fall into any of the alternative-arrange-
: : ment categories. Entries under “Race and Hispanic origin” will not sum to 100 percent because data for the
were mar_]?‘ge“al' skilled Craft’ ang “other races” group are not presented and Hispanics are included in both the white and black population
sales positions; for women, the mosStgroups. Details for other characteristics may not sum to totals because of rounding.

common areas were service (mainly
cleaners, child care providers, and hairdressers), sales, alddnajority worked alone, women more often than men, as

professional specialty occupations. shown in the following tabulation:

Several industries in which independent contractors were Total Men Women
disproportionately represented were constructhn; fmancg, N otal thousands ... 8,309 5,505 2714
surance, and real estate; and services. Relatively few ind@acent with—
pendent contractors were reported in manufacturing or wholeNo employees .................. 75.5 69.6 87.6
sale and retail trade. In the case of manufacturing, a very smafit least 1 employee ......... 23.9 29.7 11.8
share of total employment was self-employed at all. As for %2%:%555 '''''''''''''''''''''''''''''''''''' i‘% 7587 %?L
trade, a sizable number of workers in the industry were self- 3 {o 5 employees .......... 59 7.3 3.1
employed, but not as independent contractors. 6 to 9 employees .......... 2.6 3.4 1.0

10 or more employees .. 31 3.9 1.3
Number of gmplqyees To obtain a measure of the extent of '}']%Tg\?;igb%n_?_l?}{??i_ 11 15 4
their operations, independent contractors were asked whethgfresence of employees
they had any paid employees and, if so, how many they had.not available .................. 7 7 7
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Some business owners incorporate to protect themselveet continue indefinitely was just 4 percent, the same as for
from liability and to gain tax advantages. About 20 percent diraditional workers.
independent contractors had incorporated their businesses
(compared with 30 percent of all the self-employe@)ven  Tenure It would appear, then, that, as a group, independent
the costs of incorporation, it would be reasonable to expecbntractors feel very secure in their work. In fact, the length
that such businesses were larger, on average, than other eftime they have been working for themselves bears this sup-
terprises. In fact, more than one-half of independent contrapeosition out. The median tenure as an independent contractor
tors with businesses that were incorporated had employeess 6.9 years, by far the longest of the arrangements studied.
(in addition to the owner), compared with just 18 percent oBy comparison, tenure for traditional workers—a younger
those whose businesses were unincorporated. Further, of group, on average, to be sure—was 4.9 years (with their cur-
dependent contractors with at least one employee (again, otment employer). Men had spent more time as independent con-
than the owner), 36 percent whose businesses were incorpi@ctors than women had, 8.1 years versus 5.4 years, not sur-
rated had six or more employees, compared with only 13 peprising given men’s lengthier attachment to the work force in
cent of those with unincorporated operations. Among indusggeneral. Still, nearly one-third of the women had worked as
tries in which independent contracting was fairly prevalentndependent contractors for at least 10 years. White independ-
employees were most often found in construction, retail tradent contractors reported a longer tenure than blacks did, al-
and finance, insurance, and real estate. though the tenure for blacks was nearly 6 years.

Independent contractors constituted nearly 7 percent of all

Preference and contingencySeveral concerns related to theworkers. Of the major demographic groups, the highest inci-
self-employed have been expressed |

recent years. One is that, in an effort tglelellCIA Employed persons in alternative and traditional work arangements, by
cut costs, Companies have removed educational aftainment and sex, February 1995
some wage and salary workers from [Percent distribution]
their payrolls and then brought the Workers in alternative arrangements
work
back as self-employed contractors, pre- . . N Tomporary | workers | i
sumably with less job security and fewy ety efianment | INAERERS 1 On-call | ™ help provided by fradifonal
i agency contrac arrange-
or no benefits. Another concern has fo- contractors workers firms ments
cused on workers who would prefer a
traditional job, but have had no success Total, 25 to 64 years
i i H “ (thousands) .......cccccecuenee 7,428 1,456 864 527 91,318
|n flndln.g on? and aS a reSUIt mUSt pLIt Percent ........................... 100.0 100.0 100.0 100.0 100.0
out a shingle” and work for themselve .Less than a high school
While the 1995 survey did not collect H?éﬂ%@ﬁdéi"g}é&déié ------------- 8.7 113 142 9.5 9.7
information on either of these situat nocollege ............. R 29.1 35.6 334 29.8 325
i i ¢ Less than a bachelor’s
tlons dlreCtly! the responses to que degree ............................... 27.9 31.5 32.1 30.2 29.0
tions related to job satisfaction castcoliege graduate................... 34.4 21.7 20.3 30.6 28.9
doubt on their prevalence. When asked
) Men, 25 to 64 years
about the kind of work arrangement (thousands) ........ccooovvvvveeee. 4,981 675 374 389 48,330
they preferred, a strikingly hlgh pl’OpOI" LeF;eSr;:ﬁ:r: a h|gh Sch00| ......... 100.0 100.0 100.0 100.0 100.0
tion (83 percent) of independent con- diploma.........cccooowwreeccrrreee. 9.7 17.8 17.3 7.5 11.0
i iirHigh school graduate,
tr.actolrs said that they prefgrred their 00 College e 906 410 331 906 314
situation to that of a traditional em- Less than a bachelor's
degree ....ocoeveeiiieiieeeen 25.6 29.9 31.2 345 27.0
ponee. Moreovgr, when asked wh College graduate.................... 35.2 114 18.4 28.4 30.7
they worked as independent contrag-
tors, most gave a personal reason, su H‘(’t‘?]rgjgaf(i? 64 years 0447 81 490 139 42,988
as flexibility or the fact that they were| percent..................... 100.0 100.0 100.0 100.0 100.0
their own boss. Only 10 percent—the Lg;fkm” a high school 6 56 s 152 6
smallest proportion of any arrangerHigh school graduate,
mem_gave an economic reason. Fij-ho college ............... TR 28.0 30.9 33.7 30.4 33.7
) Less than a bachelor’s
nally, very few independent contractors degree ...............ccccoooemnveeee. 32.5 32.9 32.9 17.4 31.2
see themselves as Contingent wor College graduate 32.7 30.5 216 37.0 26.9
ers: the proportion of contractors wh@  Nore: Workers in traditional arrangements are those who do not fall into any of the alternative-
indicated that their employment could arrangement categories. Details may not sum to totals because of rounding.
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Table 3. Employed women in alternative and traditional work arrangements, by In sum, depenqent contracting,
marital status and presence and age of children, February 1995 the largest alternative arrangement,

was made up disproportionately of

[Percent distribution]
older, college-educated men. On the

Workers in alternative arrangements

Woi’rfefs basis of the high degree of satisfaction
Characteristic Independ- |  on-call Terr;zlc;)rory pro\c/i(()jrggrsby traditional with their work, the length of time they
ent workers | ggency | confract | @range- have been in business, and the low in-
contractors workers firms ments . . .
cidence of contingency, independent
Total contractors stand out among workers
Wives and women who !n the aIte.rnat.ive arrangements stud-
maintain families ied as being in their employment of
(thousands) .........ccceeevrneene 2,121 685 392 99 35,405 hoi
PEICEN.......ovvorsrsseseorees 100.0 100.0 100.0 100.0 100.0 choice.
With children under
18 years ....cccoveeeivinneeennns 54.3 57.4 61.0 48.5 56.3
With children under Temporary help agency
6 YAIS .ooovrrrrrrrrrrrrrsns 26.1 245 286 24.2 226 K
With children 6 to workers
17 YEAIS oo, 28.1 3258 324 242 33.7
With no children under Perhaps the most well-known employ-
18 years ....cccovveeeiiinnieennns 45.7 42.5 39.0 51.5 43.7

ment intermediary is the temporary

Married, spouse present help agency, which provides workers

Wives (thousands) ................ 1,854 587 277 79 28,681 H H H

Percent.......ccoceeiiiiiiinn, 100.0 100.0 100.0 100.0 100.0 to client Comp_ames’ typlcally _On a
With children under short-term basisSuch organizations
18 YAS coovvrervvrreveeeerirnnnaans 53.2 56.7 53.6 48.1 53.8

With children Tsier trace their modern-day beg_mmngs t_o
B YEAIS ...ovvveevrerneeeens 27.2 25.9 25.9 29.1 22.8 the 1920s, when they provided cleri-
With children 6 to cal workers to firms in the Chicago

17 YEars ..ovveeverreeeenn. 26.0 30.8 27.7 19.0 31.0 .

With no children under area to meet the needs of an increas-
e 46.8 433 46.4 519 46.2 ingly service-based economy. These
Other marital status pioneer firms boosted the demand for

Women who maintain families their services by equipping their work-

(thousands) .........cccceeevennene. 267 98 115 20 6,724 . .

PEICENL .......ovvorsessscoreess 100.0 100.0 100.0 100.0 100.0 ers with an electric calculator, a costly

With children under machine at the time, to take to their
18 YEAIS ovvvrereerrrinirens 61.8 62.2 78.9 0 67.1 -

With children under aSS|gnment§-

B YEArS ...oorvviviiiiiiiaiee, 18.4 16.3 35.1 @) 22.0 Since the end of World War I, a
With children 6 to . . .

17 YEArS oveveereeeeeneenn. 43.2 45.9 43.9 ® 45.1 variety of social, economic, and demo-

With no children under graphic changes—including height-
18 YEAIS ovvuvrereereirrerens 38.2 37.8 21.1 0 32.9 . . -

ened international competition, greater

! Percentage not shown where base is less than 75,000. fluctuatlor_ls n demf_ind* mcrgase_d
Note: Workers in traditional arrangements are those who do not fall into any of the alternative-arrange- costs of frmge benefits, a decline in

ment categories. Details may not sum to totals because of rounding. unionization, and shifts in the compo-

sition of the labor force—have re-
dence of independent contracting was found among men agedlted in explosive growth among providers of temporary
65 and older, 20 percent of whom were working under suchelp?® Today, temporary help companies such as Kelly Serv-
an arrangement. Many of these workers had been in busingses, Manpower, and Olsten are among the most familiar
for quite some time; in fact, 53 percent had a tenure of at leasames on the corporate landscape, and temporary workers
20 years. For others, independent contracting provided erhave become a permanent fixture in many workplaces.
ployment after they retired from their “career” jobs: about Temporary help firms still furnish clerical workers to their
one-fourth had been working as independent contractors fofient companies, as well as industrial workers and a variety
fewer than 10 years. As previous studies of the self-employeaf professional, technical, and even executive staff. Tempo-
have pointed out, working for oneself can favor older work+ary help agencies recruit, check references, test, and some-
ers, as it often requires the accumulation of considerable skilisnes train workers. When client companies have a need for a
and capital. It also may offer more flexibility than wage andemporary worker, they contact the temporary help firm with
salary work does, as well as the opportunity to work at oneisformation on the skills they are looking for and the location
own pacé. and estimated length of the assignment. The firm then pro-
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vides a worker with the requisite skills and bills the client théimates from the temporary help industry indicate that a siz-
worker’s pay rate plus a premium. The workers are employable number of temporary assignments lead to permanent
ees of the temporary help firm, which issues their paycheckemployment? (Anne E. Polivka, pages 5574, this issue, pre-
withholds payroll taxes, and makes required employer corsents findings from the February 1995 survey on workers’
tributions for Social Security and unemployment insurancetransitions from alternative to traditional jobs.) To be sure,
While opinions differ as to the relative importance of supnot all workers are motivated strictly by personal preference:
ply and demand factors in explaining the growth of tempoworkers may temp to fill in the gap between “regular” jobs.
rary help agencies, it is clear that such

firms meet the needs of both employRfelssWM Incidence of altemnative and traditional work arrangements, by selected
ers and workers. For employers, tem- characteristics, February 1995
porary help firms occupy an important [percent distribution]
niche by prOVIdII’Ig quallfled workers Workers in alternative arrangements Work
on short notice. These workers may fil Tofal worers | i
in for permanent employees who are Characteristic eraﬁlc?g/ed 'ndiafﬂd- on-call Ter‘r‘\g%"ry provided | fraditional
H : : - b arrange-
ill or on vacation or maternity leave. sands) | contrac- | WOrkers | agency | Y ialich
“Temps” also may augment the tors workers firms
company’s regular work force during Age and sex
a pt_eriod of increased staﬁing needs Total, 16 years and older ..... 123,208 6.7 1.6 1.0 0.5 90.1
(for instance, for a large mailing, a cont 16 to 19 years . 5,635 22 2.7 11 3 935
; L0 to 24 years . 12,421 16 18 1.9 7 93.8
ferenc.e_' or a seasonal _surge In ,OrP'ef P25 to 34 years . 32,138 5.1 1.6 1.3 8 91.3
In addition, they may bring specialized 35 to 44 years . 34,113 75 13 7 4 89.9
skills that the company needs only oc-22 © >4 g 2890 o8 13 e 3 300
casionally. In a downsizing environ-| 65 years and older ................ 3551 | 157 3.7 6 8 79.3
ment, hiring temps is a way for man: wmen, 16 years and older .... 66,290 8.4 1.4 8 7 88.5
agers to handle the work load while 7° 79 Yeare - 2o a2 e e 3 Y
meeting personnel ceilings. For somezs o 34 years . 17,566 6.0 15 11 11 90.4
i ini 35to 44 years . 18,317 9.5 1.2 5 N 88.0
companies, Obtammg workers throug 45 to 54 years . 12,694 10.9 1.0 4 3 87.3
a temporary help agency enables thess to 64 years 6,187 | 12.8 1.2 5 5 84.8
to “audition” prospective employees. 65 years and older 2,072 19.7 3.4 6 1.3 75.2
Because the client company pays only Women, 16 years
and older ..o 56,918 4.8 18 11 3 92.0
for the hours of work that are neededig o 19 years ... 2816 | 1.9 2.7 10 2 94.0
and avoids the cost of terminating gg :g gi yggz 13!32 ‘111 i? 11 -Z g;‘-g
workers, temps can be a cost-effectivess i 44 i//ears ) 15796 | 5.1 15 1.0 2 922
means of gettlng the work dotfe. 45 to 54 years . 11,286 6.3 1.6 8 4 90.9
) S 55 to 64 years 5,183 6.5 2.2 7 2 90.5
For workers, “temping” meets a| s yearsand older ............... 1479 | 101 43 6 ® 85.1
need for short-term, flexible employ-| race and Hispanic origin
ment for mothers, older workers, and e 105230 | 73 16 5 5 89.8
many others who do not want a long-Black ............ 13108 | 32 16 2.0 6 92.6
term jOb Because the temporar Hispanic origin ............ccc..... 10,441 4.1 1.8 1.3 5 91.6
worker can turn down assignments, Ed““(‘gfg’gaz';“tfg‘gem
this arrangement can provide the flex- .
L . Less than a high school
ibility needed to balance work with| dipioma..............ccoon...eo.. 9851 | 66 17 1.2 5 89.7
other commitments, such as family rei-High school graduate,
D e no college .......ccoovrvencninnnnn. 32,760 6.6 1.6 9 5 90.5
sponsibilities, school, and even otheriess than a bachelor's
employment! Some workers prefer| degree ... 29,407 7.0 16 9 5 89.9
. . College graduate ................... 29,582 8.6 1.1 .6 5 89.2
the variety of temporary assignments
to the predictability of a regular job.| :Less than 0.05 percent.
Tempmg also gives workers opportu Note: Workers in traditional arrangements are those who do not fall into any of the alternative-arrange-
nities to obtain experience and train menf[ categories. Deta}ils may not sum to totals begause a small number of workers are both on call and
. provided by contract firms, and the total employed includes day laborers, an alternative arrangement not
Ing, explore the local labor marke’[' aNdshown separately. Entries under “Race and Hispanic” origin will not sum to 100 percent because data for
test a variety of jOb settings before :he “other races” group are not presented and Hispanics are included in both the white and black popula-
. . 10N groups.
making a permanent commitment. ESaworoar
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Ilele]c¥ M Employed persons in alternative and fraditional work arrangements, by permanent staff Of.the agenlcy 'ndlca_-ted
full- and parttime status, reason for part-time work, sex, and age, that they were paid by their agencies,
February 1995 the estimate of the number of temps in-

[Percent distribution] cludes the staff—a relatively small
Workers in alternative arrangements Workers number—as well as the temporary

Temporary | Workers in workers.) More than half (53 percent)

Characteristic Independ- | on-caill hel provided by| Tadfional | of those in the arrangement were

ent workers P ot || arange- °

contractors agfk”ecr}s’ C‘;Irr‘nfgc ments women, compared with 47 percent of

traditional workers. Many women do,

Total in fact, combine family responsibilities

Employed (thousands) ... 8,309 1,968 1,181 652 111,052 with their temporary work: more than

Percent 100.0 100.0 100.0 100.0 100.0 H
Full-imo workera . 704 a1 70.4 840 817 60 percent had at least one child under
Part-time workers .................. 25.6 55.9 205 16.0 18.3 the age of 18, and nearly half of the

At work part time for

econonio remsons. . 64 19.0 109 - 33 mothers had a_lt least one preschooler.
At work part time for Both proportions were somewhat
noneconomic reasons ...... 18.9 36.2 10.9 10.6 14.6 higher than those for women in tradi-
Men, 20 years and older tional work arrangements.

Employed (thousands) ... 5,524 876 522 457 56,058 One of the more striking featqres O_f

Percent 100.0 100.0 100.0 100.0 100.0 temporary help agency workers is their
Full-time workers 85.6 66.8 84.1 88.4 92.0 h f h d h
Part-time workers 14.4 33.2 15.9 116 8.0 youth. One-fourth were under the age
At work part time for of 25, giving temps the youngest age

€CoNomic reasons ............ 6.8 19.6 8.6 5.5 2.8 file of fth d

At work part time for pI‘O lleorany o t e ar.rangements stua-
noneconomic reasons ...... 9.0 18.5 8.2 5.5 5.8 ied. By comparison, just 15 percent of
Women, 20 years and older traditional workers were in this age
group. The male temps were even

Employed (thousands) .... 2,660 938 596 179 49,726 h he f | ith

Percent 100.0 100.0 100.0 100.0 100.0 younger than the female temps, wit
Full-time workers . 53.5 28.8 76.5 76.5 76.2 near|y one-third under 25. A particu_
Part-time workers .................. 46.5 71.2 23.5 23.5 23.8 larlv | h f b

At work part time for arly large share of temps was between
€CONOMiC reasons ............ 5.6 18.3 137 2.8 35 the ages of 20 and 24. Their motiva-
At work part time for . did b | d
noneconomic reasons.... 37.1 48.1 11.7 21.2 18.9 tion did not seem to be related to
school attendance, as most young
Both sexes, 16 to 19 years
) Y people who temped were not enrolled

Employed (thousands) .... 125 153 62 16 5,267 in high school or C0||ege.

Percent ......... 100.0 100.0 100.0 100.0 100.0 . . . .
Full-time workers , 20.8 85 &) &) 235 In addition to being disproportion-
Piﬂ-ﬂmi Workersuf- --------------- 79.2 915 ® ® 76.5 ately young and female, temporary

t work part time for .

€conomic reasons ............ 4.8 18.3 ® ® 6.5 h6|p agency workers We.re more |Ik8|y

At work part time for to be members of a minority group.
noneconomic reasons ...... 71.2 65.4 ® ® 67.3 Blacks made up 22 percent of the tem

* Percentage not shown where base is less than 75,000. porary help WOI’k fOI‘CG, double thellr

Note: Workers in traditional arrangements are those who do not fall into any of the alternative-arrange- Share Of_ traditional employment, while
ment categories. Details may not sum to totals because of rounding and because the total employed Hlspanlcs made up 11 percent of
includes day laborers, an alternative arrangement not shown separately. Part time is defined as working 1 . :
to 34 hours per week; full time is 35 hours or more. The classification of full- and part-time workers is based temps, compa_lr.ed with their 9—percent
on the number of hours usually worked. The sum of the at-work part-time categories does not equal the share of traditional employees. Fur-
preceding figure for part-time workers, as the latter includes those who had a job, but were not at work in . .
the reference week. Also, persons at work part time for an economic reason can work either full or part time thermore, pIaCk and Hlspamc men
on a usual basis; persons at work part time for a noneconomic reason are limited to those who usually work were more likely to work as temps than
parttime. were black and Hispanic women, the

opposite of the situation among whites.
(Analysis of data for Hispanics is se-

Indeed, when permanent jobs are scarce, temping may be orerely restricted due to limitations of thessample.)

of the few employment options availabte. Temporary help agency workers were somewhat less edu-
In the 1995 survey, 1.2 million workers were identified ascated, on average, than other workers. Fourteen percent had

being paid by a temporary help agency. (To the extent thatot completed high school, compared with 10 percent of tra-
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ditional workers. Just 20 percent were college graduates,v@rsus traditional employment. In response to one question,
percentage points lower than the share of other workers. only 27 percent of temporary help agency workers indicated
Surprisingly, perhaps, given the short-term nature of manthat they preferred working that way, the lowest percentage
of their assignments, temps were not, as a rule, part-timesf.any of the four alternative work arrangements. Nearly two-
Nearly four-fifths of temps worked full time (at least 35 hoursthirds (63 percent) said that they would prefer a traditional
per week), a proportion only slightly lower than that of tradijob, of whom 40 percent were actively looking for one. (The
tional workers. There was, however, 3
notable difference in the reasons give JiSlSCKes

Employed persons in alternative and traditional work arrangements, by

for working part time: one-half of the occupation and sex, February 1995
part-time temps had an economic rea-[Percent distribution]
son for their short hours and would Workers in alternative arrangements Workers
_ti _ in
have prgferred full-time work, com. oecupation inepend-| o femporary|  Workers | taitional
pared with only 18 percent of tradi- and sex ent n-ca help |provided by| grrange-
tional workers © contractors WO™Ke!S | agency | contiact | ments
' workers firms
Occupations and industriesCongru- Total, 16 years and older
ent with the popular image of the inj - Coam 7| loo | 100 | 100 | 1000 | 1000
dustry, temporary help agency workersexecutive, administrative, and
H i i managerial ........ccccoveeeniiiiienninns 18.6 3.0 6.5 5.7 13.6
were han'Iy Concentrate.d. in clerica Professional specialty ............c.c..... 16.3 22.1 8.3 25.6 14.7
and machine operator positions. In fact;Technicians and related support ... 1.1 1.6 37 6.9 3.4
these two categories accounted frizﬁfn%‘if;t?\f‘é'gﬂgbg&--iH-c-iu-di-r-{é---- 18.8 6.2 26 32 1.7
nearly two-thirds of all temporary help| clerical ......coooovvvvvcceeeereereeccrroa. 3.8 9.9 30.1 438 16.0
agency workers. Among industries Serv!cg occupanqns ....................... 10.6 20.0 9.0 27.8 13.6
L s . Precision production, craft,
there was a similarly lopsided distribu+ and repair .......ccccooovvvvecceseenrirrrneeen. 19.2 133 5.6 14.6 10.1
H H H H & Operators, fabricators,
t|on,_W|th manufacturing andi services ~ T borers 65 201 332 104 146
making up 72 percent of the industrieSrarming, forestry, and fishing 5.1 3.8 1.0 9 2.4
to which temps were ags!gped. Men, 16 years and older
There was a sharp division of labol  (thousands) ............cccooerrvvrreeeene. 5,595 952 557 466 58,678
by sex: half Of the men were operator - Percgnt ........ B 100.0 100.0 100.0 100.0 100.0
X X xecutive, administrative, and
fabricators, and laborers, while nearly managerial .......... 22.1 2.5 7.3 5.8 14.3
half of the women were in clerical poy F5 RGN0 B | Y T is | es | s
sitions. A similar split was observed in sales occupations ..........ccccooe...... 17.5 25 1.4 6 11.4
H iotri H ; _| Administrative support, including
the industry dlstrlbut_lon, with 42 PEI-| Cletical oo o 5 46 11 19 6.2
cent of the men having been assignedervice occupations ....................... 2.3 12.2 8.8 26.6 10.5
H H Precision production, craft,
to a manufacturing firm and 46 percent "1 DRI o 271 263 79 0.4 172
of the women to a company in the serv-operators, fabricators,
i i i i hoand laborers ......occoeeviieeeiiieeees 8.0 34.1 49.5 13.3 20.8
Ices _mdustry. As mentioned earlier, & Farming, forestry, and fishing ......... 6.7 6.6 2.2 1.3 3.7
relatively large number of black and
H H Women, 16 years and older
Hispanic men were temporgry help (thousands) .............cccoowvvvvven. 2,714 1,015 624 186 52,373
agency workers, a fact that likely re: percent........... 100.0 100.0 100.0 100.0 100.0
flects the types of jobs intermediated E:g;“atg’; aé}dm'”'s”a“"e' and 13 a4 . 54 120
by temporary help services, especiallyprofessional specialty ................... 20.1 33.0 9.1 31.4 16.8
H i_Technicians and related support .... 1.0 2.7 3.0 7.6 3.7
qperator’ Tabncator’. and Iabqrer posi Sales 0ccupations ..........cccceevenenns 21.3 9.6 3.7 9.7 12.0
tions, which are disproportionately| Administrative support, including
i H 4 clerical .....cocveeeiieeiiee e 10.3 14.8 47.0 119 26.9
held by minority mer! Service 0CCUPALioONS ........ccccvvrveeenene 27.7 27.2 9.1 30.8 17.0
Precision production, craft,
Preference Those who argue that the and repair e 2.9 1.2 3.5 ® 2.1
X X i X Operators, fabricators,
growth in temporary help jobs is driver| and laborers ............ [ 3.4 6.9 18.6 3.2 7.6
more by demand factors than suppl arming, forestry, and fishing ......... 2.0 1.2 ® ®* 1.0

factors may find evidence for their po{ ‘Less than 0.05 percent.
sition in the responses to questions QN Note: Workers in traditional arrangements are those who do not fall into any of the alternative-arrange-
workers’ preferences for alternative ment categories. Details may not sum to totals because of rounding.
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Table 7. [JE— B—— S trodTonal work - Tenure and contingency Most tem-
. mployed persons In alrernative an raaifional work arrangements, oy
industry and sex, February 1995 porary help agency employees were
e relatively new to the arrangement, and
[Percent distribution] .
T ——— " few had been in it more than 3 years.
orters In afiemalive ardngements Workers Just 24 percent had spent more than a
Industry and sex Indep?nd- on-cal Tefp]gﬁjrorv provvvigrggfsby Lr?rgi:ogol yearas atemp. Most assignments were
contactors| Workers | agency contract ialicy fairly ;hort term; 42_ percent had been
workers firms at their current assignment less than 3
Total, 16 years and older months, 72 percent less than 9 months.
(thousands) .......cccceeveeereeiiinennne 8,309 1,968 1,181 652 111,052 H H
Percent 100.0 1000 1000 1000 1000 While many temporary assignments are
Agriculture .. 5.0 3.7 4 3 2.4 measured in days or weeks, some are
Mining ......... 2 5 2 2.4 .6 _
Constiuation™ o2 131 )8 g4 ia much longer. In fact, 16 percent of tem
Manufacturing .................. 5.0 6.3 335 17.6 17.9 porary help agency workers had been
Transportation and public utilities ... 5.0 9.0 7.7 13.4 7.2 H i i
Wholesale and retail trade ............. 13.2 14.5 8.1 6.0 21.4 WOI’kIng attheir current aSSIQnment for
Finalncet, i?surance, and 06 Lo . 6o 6 more than a year.
real estate ............ccoceeeiiiiiiiienn, . . . . . _thi _
Services ............ 406 474 387 323 344 TWO thlrds Of temporary help agen
Public administration ................... 3 3.5 1.2 12.6 5.4 cy employees were contingent under
Men, 16 years and older the broade_st estimate Qf cont|.ngency
(thousands). .........ccoooccovvvecernenes 5,595 952 557 466 58,678 presented in the lead article, this issue,
Percent ....... 100.0 100.0 100.0 100.0 100.0 i H _
Agriculture 63 60 s s 23 a_nd couI?fnot Wolrk in theltrhcurre_nthasd
Mining ......... 2 1.1 4 2.7 9 signment for as long as they wished.
Construction ... 29.9 26.9 4.4 111 7.3 H H g
Manufacturing ................. 5.3 9.7 42.2 21.9 23.2 Thls was the hlghESt proportlon Of any
Transportation and public utilities ... 5.9 14.0 9.4 15.4 95 of the work arrangements studied. It
V\(holesalg and retail trade ............. 11.9 11.9 7.3 5.0 21.7 may be Surprising that the figure is not
Finance, insurance, and .
real eState .........oovv..ocorrrrrrrreeeeenns 9.6 13 5.0 7.7 a7 higher. On the other hand, only 39 per-
Services 30.8 24.9 29.8 23.8 23.6 _
Public administration ..............c...... ® 35 1.0 12.0 5.7 cent of tempqrary h8|p agency work
ers were contingent under the narrow-
Women, 16 years and older i H H
(thousaNds) ............covevvveeerrnrees 2,714 1,015 624 186 52,373 est estimate of contlngepcy, \{vh|c:_h
Percent ....... 100.0 100.0 100.0 100.0 100.0 measures whether the relationship with
Q?r:'i%““’e 2-2 (-17) 8 1(17) 1-2 the temporary help firm (rather than the
Construction ... 3.4 4 15 2.2 11 assignment) could be ongoing.
Manufacturing ........ccccceeeeeeneeeieenns 4.3 3.2 25.8 6.7 119
Transportation and public utilities ... 3.1 4.2 6.0 8.4 4.7 . L. .
Wholesale and retail trade ............. 15.8 16.9 8.8 8.4 21.0 Spemal characteristics To increase
Finance, insurance, and H ini
roaleotate | nee.and 04 26 98 50 84 their chance_s of obFalnmg work, some
Services ............. 60.9 68.5 46.4 53.6 465 workers register with more than one
Public administration ...................... v 3.6 1.7 14.0 5.0 temporary help agency at a time. In
i ess than 0.05 percent. February 1995, 22 percent had multiple
Note: Workers in traditional arrangements are those who do not fall into any of the alternative-ar- registrations. Even thOUgh some assign-
rangement categories. Dgtails may not sum to tota]s because of_ rl'our_1dinlg. For temporary help agency ments are jUSt for a day or two, nearly
workers and workers provided by contract firms, the industry classification is that of the place to which they .
were assigned. all temps were assigned to only one

work site during the reference week.

remaining 10 percent did not state a clear preference or didther data sources The temporary help industry is unique

not provide any answer to the question.) Dissatisfaction wasnong the four employment arrangements under study in that
higher among men, with 71 percent preferring traditional emthe Bureau of Labor Statistics has produced limited, but regu-
ployment, compared with 57 percent of the women. Whelar, information on the industry for some time. The Bureau’s
asked why they worked through a temporary agency, a mather major employment survey, the Current Employment
jority of both men and women provided an economic reasoigtatistics CES) survey, obtains, from employers, information
such as “It was the only type of work | could find” or “I hope on employment, hours, and earnings of workers on payrolls
it leads to permanent employment,” in contrast to a personad nonfarm industries, including the help supply services in-
reason, such as “flexibility” or “family obligations.” Among dustry 6ic 7363). Data from this survey clearly have estab-
women, however, a sizable minority gave a personal reasdished the rapid expansion of the industry, which has grown
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from 400,000 employees in 1982 to more than 2 million ircompanies to provide a variety of services that the client com-
19951 panies prefer to be carried out by contract staff rather than in-
At first glance, there appears to be a large discrepancy besuse employees. Examples of services that frequently are
tween the number of temporary help agency workers as meawntracted out include building security and cleaning, con-
ured in thecpssupplement (1.2 million), compared with the struction trades, and computer programming.
CESsurvey (2 million). On closer inspection, however, much Many workers are employed by firms that provide a serv-
of this difference can be explained by important differencei&e to other companies. For this study, it was important to
in the concepts and methodologies of the two surveys. THecus on just those workers whose employment appeared to
CESsurvey provides an estimate of the number of people dre very closely tied to the firm for which they were perform-
company payrolls in the reference period (the pay period thatg the work. Therefore, to be classified as contract company
includes the 12th of the month). Employees who were paidmployees, individuals had to meet two additional criteria:
by two temporary agencies during that period (a minority othat they usually worked for only one customer and that the
temps, to be sure) would be counted on both payrolls. In comork was done on the customer’s premises. According to the
trast, in thecps each worker is counted just once, regardles$995 survey, about 650,000 workers met these requirements.
of the number of jobs he or she holds. By the same token, For client companies, contract workers have many of the
traditional workers who moonlighted as temps would besame advantages as temporary help agency workers. Con-
counted in the temporary help industry (as well as the indusract workers can reduce the size of the client companies’
try of their primary job) in theessurvey, but notin thers  permanent staff, mitigate the cost of recruiting employees,
where they would be classified according to their main jolmoderate the effect of fluctuations in sales, and provide ac-
only. Also, becaussic 7363 includes firms “engaged in sup- cess to specialized skills. Although they work on the client
plying temporary or continuing help on a contract or fee bacompany’s premises, the workers are employees of the con-
sis,™® theces estimate for the industry includes some work-tract company, which pays their wages, supplies whatever
ers who were reported to be contract company employeesienefits they receive, and generally oversees their work. Day-
thecpsand others who worked for employee-leasing firmsto-day supervision of contract workers typically is handled
When adjusted for these factors, tisestimate comes very by the client company. When an assignment ends, workers
close to theces estimate. A reconciliation of the two esti- may be moved to another project, or their employment may
mates is provided in the lead article,

this issue.
J[elellSMM Ernployed persons in altermnative work arrangements, by preference for
In sum, tempqrary help_ agenc arrangement and sex, February 1995
workers were dlsproportlonat.ely [Percent distribution]
young, female, and members of minor-
ity groups, and somewhat less edu- Termnporary
cated than other workers. Although Characteristic Independent On-call help agency
. . contractors workers workers
they were found in a variety of occu-
pations, most worked in clerical ang
industrial labor positions. They were ol 16 d older (h @ 6,300 Loss 181
. . - e . - otal, years and olaer thousands) ..... , ) ,
relatively dissatisfied with their work | percent . 7" 100.0 100.0 100.0
situation: two-thirds said that they Prefer traditional arrangement .. 9.8 56.7 63.3
) . . Prefer alternative arrangement .. 82.5 36.6 26.6
yvom_JIq prefer a traditional job. While | | gepends ... 51 492 81
individual assignments tended to beNot available ... 26 25 1.9
short term, m.OSt WO.I’keI’S felt that the) Men, 16 years and older (thousands)...... 5,595 952 557
could stay with their temporary help PP(fercentd._.._ ....... e 108.(13 1222 138.2
. . refer traditional arrangement .
firm as Iong as they wished. Prefer alternative arrangement .. 83.8 31.2 20.7
It depends ............. 5.0 3.7 6.5
Not available . 2.1 2.8 2.3
Workers employed by Wi 16 d older (th ds) 2,714 1,015 624
omen, 16 years and older (thousands s )
a contfract company N 100.0 100.0 100.0
Prefer traditional arrangem 11.2 51.3 57.1
The other form of intermediated em- Prefer alternative arrangemen 79.8 41.8 317
. . It depends ..... 5.2 4.7 9.6
ployment examined in the 1995 survey . availabie .. 28 23 16
was work arranged through a contract | 0 P— . —
. Note: Details may not sum to totals because of rounding. Information on preferrred arrangement is
CompanY' Generally Speaklng' con_trac tnot available for workers employed by contract companies.
companies supply workers to clien
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[[eleSR* N trployed persons in altemative  work arrangements, by reason for

[Percent distribution]

arrangement and sex, February 1995

Independent O Il Temporary
isti n-ca help agenc
Characteristic contractors workers v?orgers Y
Total, 16 years and older (thousands) .. 8,309 1,968 1,181
Percent ........cooeeeiiiiniiiic e 100.0 100.0 100.0
Economic reasons ............. 10.0 47.4 64.7
Only type of work could find 4.0 324 39.4
Hope job leads to permanent
emPlOYMENT .....oooviiiiiiiieiciieeceee .6 8.5 17.9
Other economic reason 5.4 6.6 75
Personal reasons ............ 87.0 49.7 33.3
Flexibility of schedule .......... 19.2 235 135
Family or personal obligations 3.4 3.4 2.2
In school/training. ...... 5 5.6 25
Other personal reason . . 63.9 17.2 15.1
Reason not available ... 3.1 29 19
Men, 16 years and older (thousands) ... 5,595 952 557
Percent ........cooeeeiiieiiiee e 100.0 100.0 100.0
Economic reasons ............. . 10.3 56.8 75.4
Only type of work could find ................... 4.2 38.6 47.4
Hope job leads to permanent
employment ......coceeveeriiiiiiiee e .6 9.2 18.3
Other economic reason 55 9.0 9.7
Personal reasons ............ 86.9 40.0 23.2
Flexibility of schedule .............. 14.6 15.1 6.5
Family or personal obligations ... 1.2 12 A4
In school/training ..........cc.c...... 3 5.0 3.1
Other personal reason . . 70.9 18.7 13.2
Reason not available .............cccocoviiiinne 2.8 3.3 13
Women, 16 years and older
(thousands) ..........cceeveriiieiciiiice 2,714 1,015 624
Percent. ....... 100.0 100.0 100.0
Economic reasons .............. . 9.2 38.6 55.2
Only type of work could find .................... 3.6 26.6 32.3
Hope job leads to permanent
employment .........cccceeiieninniee 4 7.8 17.5
Other economic reason 5.2 4.1 5.5
Personal reasons ............ 87.1 58.9 42.4
Flexibility of schedule .......... 28.7 31.3 19.7
Family or personal obligations . 8.0 5.4 3.9
In school/training ................. 1.0 6.0 1.8
Other personal reason .. . 49.4 16.2 16.9
Reason not available .............ccccvviiiinne 3.7 2.6 2.6

Note: Details may not sum to totals because of rounding. Information on reason for alternative ar-
rangement is not available for workers employed by contract companies.

household survey. Previous estimates
of contract company employment
were based on information derived
from surveys of employers, including
the Ces survey, and were focused on
selected industries, such as business
services gIc 73), that were assumed
to involve a significant amount of con-
tracting!” In one study, Janice
Murphey, aLS researcher, found that
employers in four manufacturing in-
dustries reported significantly higher
rates of contracting out from 1980 to
1986 In another study, John
Tschetter, also of the Bureau, exam-
ined reasons for the dramatic growth
of business services over a similar pe-
riod and found no significant shifts
toward contracting out functions that
previously had been done in-houdse.
And in a recent article in th#ournal

of Labor EconomicsKatharine G.
Abraham and Susan K. Taylor identi-
fied three factors that influence a
firm's decision to contract out for
business support services: savingsin
compensation costs, volatility of de-
mand, and the specialized skills of-
fered by the contractét.

Characteristics Compared with tra-

ditional workers, employees with con-
tract firms were disproportionately

male and younger than 35. Most
worked full time. They were some-

what more likely to have attended col-
lege than traditional workers were.
The single largest occupation among
contract company workers was secu-
rity guards, which accounted for 15
percent of the total. Construction

be terminated. Assignments tend to be longer with contragtades and computer occupations—namely, systems analysts
companies than with temporary help agencies, although, asd programmers—accounted for 12 percent each. A rela-
noted earlier, temporary help agencies sometimes are intgively large share of contract company employees were as-
mediaries for long-term employment as well. (In the Februsigned to the public sector.

ary 1995 survey, an individual's categorization was self-de-

termined. Those who responded that they worked for @enure and contingency A substantial share—about 40 per-
temporary help agency would have been classified in that agent—of contract company employees had been working for
rangement and not asked whether they were employed byti®eir current client for more than a year. At the same time,

contract company.)

relatively few had lengthy spells in their employment rela-

The 1995 survey represented the first time information otionship, a finding that is consistent with a comparatively

contract company employment was gathered directly from ypouthful labor force.
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Contract company employees had a relatively low rate afxceptions, however: some workers report to work only
contingency. Under the broadest estimate of contingency, justhen they are asked to do so. These individuals are referred
20 percent believed that their current assignment could nti in this study as on-call workers. Once called to work, they
continue for as long as they wished. Under the narrowest estay stay in the assignment for just a day or for several days
timate, only 8 percent both believed that they could not workr weeks in a row. On-call workers can supplement the
for their employer indefinitely and had less than 1 year ofompany’s regular work force when needed or fill in for an
tenure As would be anticipated, those
with longer tenure were more likely to|
consider their jobs permanent. (Queg
tions on preference and reasons for o

. . . [Percent distribution]
working in alternative arrangements

elelCRION Frployed persons in alternative and traditional work arrangements, by
tenure in the arangement and sex, February 1995

were not asked of contract compan) Workers in alternative arrangements Woirrliers
iffi i : Temporary|  Workers iti
workers, due to the difficulties of Tenure and sex independ-| ¢ oo DI | srovided by 2?,‘3,'2;’2‘."
phrasn)wg meaningful questions for that cont v WoOTkers Ogekncy °??LTZ°* e
group. workers
i i Total, 16 years and older
Comparison with t(_emporary hglp (thoUSANGS) ....ovvveeeereveeeneees 8,309 1,968 1,181 652 111,052
agency workers Asdiscussed earlier,|  percent ....................... 100.0 100.0 100.0 100.0 100.0
iati i plotal reporting specific tenure .. 98.3 96.8 96.8 97.9 86.9
:Ehe foncep;gatl dIS'[I:j].C'[IOI'I between tht lyearorless......... 17.1 45.4 72.7 50.5 22.5
wo types of intermediary arrangements  Less than 6 months .. 6.2 25.3 451 25.6 8.9
i i 6 to 12 months-...... 10.9 20.1 27.6 24.7 13.6
is someyvh_aF blurred. Interestingly, More than 1 year . 12 T3 540 e 613
though, individuals who worked for a| Less than 4 years .. 165 218 16.0 21.0 16.5
i 4to9years....... 25.1 19.3 6.4 16.3 23.8
contract company differed markedl_ 1010 16 years .. 524 pape 9 01 e
from temporary help agency workersin 20 years'or more .......... 16.2 3.7 8 1.7 8.3
a number of respects. Compared wit pecific tenure not available .......... 1.7 3.2 3.2 2.1 13.1
temps, contract company workers Were median tenure, in years .............. 6.9 2.1 5 15 4.9
more likely to be male, white, at leas Men, 16 years and older
25 years old, and college graduates. (thousands)..........ccccccooosrmeueen 5,595 952 557 466 58,678
; PEICeNt ....covvveeesrereeenann. 100.0 100.0 100.0 100.0 100.0
They al_so were r_nore heaVIIy repre Total reporting specific tenure ........ 98.1 97.1 96.6 98.1 85.9
sented in professional and service 0C-1 year or 1ess..........cccccooeesrmmrrnnee. 14.7 417 718 47.4 21.6
i i Less than 6 months .. 5.1 25.2 47.4 25.3 8.4
cupations aqd con_S|derany und_er 012 ot e o6 o6 o4 1 131
represented in clerical and machine wmore than 1 year . 83.4 55.4 24.8 50.6 64.4
i i H _ Lessthan 4 years 155 23.1 15.6 23.6 15.8
operatol‘]r ]?bs' WltllfCh domlnate the tem 4 IO 9 years ........ 242 181 82 157 227
porary help work force. 10 to 19 years.. 24.4 7.5 2 9.4 15.9
¢ 20yearsormore. ............ 19.2 6.7 .9 1.9 9.9
Further, contra}ct company Worker Specific tenure not available .......... 1.9 29 3.4 1.9 14.1
had been at their current assignment
much longer than temporary help Median tenure, in years ................. 8.1 24 5 16 53
agency workers—1.1 years versus 0,3 women, 16 years and older
_ ; L (thousands).. 2,714 1,015 624 186 52,373
year and were more th_an Wice as oo cont. 100.0 100.0 100.0 100.0 100.0
likely to report that their assignment wasrotal reporting specific tenure .. 98.5 96.5 96.9 97.3 88.0
i i lyearorless......... 21.9 48.9 73.5 57.5 23.6
permane_nt. Judging from the magnitud e than b e 64 oe 3 50 63 94
of the differences between the two 6t 12 months........ 13.4 23.6 30.2 31.2 14.2
H ictincL More than 1 year . 76.6 47.6 23.5 39.8 64.3
groups, it would appear that the _dlstlnc Loss than 4 years. . [t 08 Toa a1 175
tion between contract companies and 4to9years........ 26.9 20.5 4.7 17.7 24.9
i i i 10to 19 years.... 21.3 5.6 1.8 5.9 15.6
temporary help agencies is meaningful 20 yars or More oo 98 9 6 11 65
to workers in those arrangements. Specific tenure not available ......... 1.5 35 3.1 2.7 12.0
Median tenure, in years ................. 5.4 1.8 .6 1.3 45

On-call workers

Note:  Workers in traditional arrangements are those who do not fall into any of the alternative-arrange-
An integral aspect of the jOb for most ment categories. Details may not sum to totals because of rounding. For workers in traditional arrange-
X X R ments, estimates reflect tenure with the current employer. Median tenure was calculated only for those

workers is reporting to work accordlng who reported a specific tenure.

to a fairly regular schedule. There are

42  Monthly Labor Review October 1996



, , over the age of 64. They were some-
J[ele[CHUM Contingent and noncontingent workers, by work arangement and sex,

February 1995 what less educated compared with
other workers: 22 percent had a col-
Percent distrioution lege degree, 7 percentage points less
Contingent workers than the share of traditional workers.
Work arrangement Total Th v | d
and sex (thousands) Non- ere was an unusually large gender

contingent ; :
Estimate 1| Estimate 2 | Estimate 3| “workers | 9P With respect to educ.atlon that.was
reflected in the occupational profiles
of men and women in this arrange-

Total . X
ment, a point to be discussed shortly.
With alternative arrangement:
Independent contractors ............. 8,309 ® 3.8 3.8 96.2 Among men, Only 11 perce.nt had a
On-Call WOTKEXS .........rrreeeecernnnn. 1,968 17.6 18.0 35.2 64.8 college degree, compared with 31 per-
Temporary help agency workers . 1,181 39.4 48.0 66.5 335 cent of the women
Workers provided by L. o .
contract firms ...........ooccoooooerr. 652 7.7 11.7 19.8 80.2 Another distinguishing characteris-
With traditional arrangement .......... 111,052 1.6 18 3.6 96.4 tic of on-call workers is the Iarge pro-
Men portion who worked part time. More
With alternative arrangement; than half (56 percent) of those on call
Independent contractors ............ 5,595 ) 3.1 3.1 96.9 usually worked less than 35 hours per
On-call WOrkers .......cccceeeveveveeennnns 952 20.7 21.4 40.8 59.2 H H
Temporary help agency workers . 557 37.6 45.9 65.6 34.4 Week’ (,:Qmpared with Just 18 percent
Workers provided by of traditional workers. Women who
contract firms ............c....... . 466 7.1 11.8 20.4 79.6 H
With traditional arrangement 58,678 14 1.6 3.3 96.7 yvo_rked on call had_ an eXtremer hlgh
incidence of part-time work (71 per-
Women cent among adult women), much
With alternative arrangement: higher than either their male counter-
Independent contractors 2,714 ® 5.3 5.3 94.7 i
On-call WOTKErS ............covvvvveennne. 1,015 14.8 14.8 30.0 70.0 parts (33 percent) or women working
Temporary help agency workers . 624 41.0 49.8 67.3 327 in traditional arrangements (24 per-
Workers provided by _ti i _
contract firms .........ccocoeeviinnnn. 186 9.1 11.3 18.3 81.7 Cent) Part-timers COﬂStItUt?d the ma
With traditional arrangement .......... 52,373 18 2.1 41 95.9 jority of on-call workers in every
major occupational group except pre-
1 Not applicable. cision production, craft, and repair.

Note:  Noncontingent workers are those who do not fall into any estimate of contingent workers. Work- While part-time work among tradi-
ers in traditional arrangements are those who do not fall into any of the alternative-arrangement categories. : : :
Independent contractors, as well as the self-employed, are excluded from estimate 1. Flonal workers is typlca”y voluntary,
in the case of on-call workers an un-

usually large share was part time for
absent employee. Some examples of workers who can bea@ameconomic reason: about one-half of the adult men and one-
call are substitute teachers, nurses, and construction workegsarter of the adult women who worked part time would have
There were about 2.0 million people employed as on-cafireferred full-time work. The large number of on-call em-
workers in February 1995, making up 1.6 percent of all workployees who worked part time resulted in the shortest aver-
ers. (People with regularly scheduled work that might includage workweek of any alternative arrangement—25.9 hours.
periods of being on call to perform work at unusual hours, While found in a variety of occupations, on-call workers
such as medical residents or computer technicians, were wegre concentrated in several categories, with the men tend-
included in this category.) ing toward blue-collar work and the women toward selected
white-collar and service jobs. For men in this arrangement,
Characteristics On-call workers constituted the secondtwo categories accounted for 60 percent of employment: op-
largest group of the four examined in this article, yet, up untérators, fabricators, and laborers (especially truckdrivers,
the February 1995 survey, little was known about these workeeight and stock handlers, and laborers); and precision pro-
ers. According to that survey, slightly more women than meduction, craft, and repair occupations (including carpenters,
were on-call workers, in contrast to traditional workers. Morelectricians, and plumbers). In addition, a sizable number of
than half of the women had at least one child under the agerofle on-call workers were substitute teachers and farm work-
18, and nearly half of the mothers had a child under the ages. Two other categories accounted for 60 percent of the
of 6, proportions similar to those of traditional workers. Onwomen: service occupations and professional specialty oc-
call workers were more likely to be under the age of 25 antlpations. Service occupations with a large number of fe-
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male on-call workers were food preparation (waitresses anghat more satisfied with the on-call arrangement than men
cooks), health services (nursing aides), and personal serviagsre. Nearly 60 percent of the men gave an economic reason
(child care and teachers’ assistants). Professional speciaftr working on call, while a similar share of the women gave
occupations included teachers and registered nurses. Alsopersonal reason. Under the broadest estimate of contin-
a substantial number of female on-call workers were officgency, about 35 percent of on-call workers felt that their jobs
clerks, sales clerks, and cashiers. The types of jobs they hetould not continue as long as they wished, compared with
foreshadowed by their divergent educational profiles, indijust 4 percent of traditional workers. Men had a higher inci-
cate that on-call work has quite different meanings for medence of contingency than women—41 percent, compared
and women. with 30 percent. Interestingly, contingency was not closely
For men and women combined, elementary and secondamsiated to tenure: even those with a number of years in the
school teachers accounted for 14 percent of all on-call worlarrangement did not feel secure. (Nearly 1 in 5 contingent
ers; construction trades, transportation and material-movinan-call employees had worked on call for at least 6 years.)
occupations, and handlers and laborers each made up ab@ly on-call workers felt such a high degree of insecurity is
10 percent. In most cases, on-call workers constituted a vempt obvious. It may be that some of the jobs which tend to be
small share of the workers in an occupation. One notable e&n call, especially construction trades and services, are rela-
ception was elementary school teachers, 10 percent of whdmely sensitive to factors such as consumer demand and busi-
worked on call. A large number of on-call workers were foundhess failures and are inherently less stable. It may be, too,
in the public sector, a major employer of teachers. that even in relatively secure fields, on-call jobs are often set
up to be temporary rather than permanent positions.
Tenure While the length of time on-call workers spentin a
particular assignment was very short, their tenure in the aln concLusION the results of the Bureau's first survey on
rangement was relatively long—a median of 2.1 yearsalternative work arrangements illustrate the difficulty of gen-
On-call employees who worked full time had been in the areralizing about people in such arrangements. For example,
rangement for 2.7 years, almost a year longer than part-tinmeorkers in the largest category, independent contracting, had
workers. Those who worked part time voluntarily had a longehnigh levels of education and job security. Contract company
tenure than those who worked part time for economic reasoemployees, while a much smaller group, shared these char-
(2.1 years versus 0.8 year), presumably because those wdmderistics. On the other hand, temporary help agency em-
preferred to work more hours would be apt to change jobgloyees and on-call workers had less education, as well as
Among the major occupational groups, workers in precisiotess job security, than other workers. While the nature of
production, craft, and repair had the longest tenure, 4.0 yeasmployment relationships is bound to be the subject of ongo-
ing analysis, these data make clear that intermediated, irregu-
Preference and contingencyA majority of on-call workers larly scheduled, or consulting jobs are not necessarily per-
would prefer a traditional job, although women were someeeived as unstable by the workers who hold them. [

Footnotes

1 Thecps the major source of information on employment and unem- 2 See Anne E. Polivka’s article on pages 3-9, this issue, which presents
ployment, is a sample survey conducted monthly for the Bureau of Labdinree estimates of contingency based in part on actual and expected job ten-
Statistics by the Bureau of the Census. The sample consisted of 56,000 housie= For the theoretical underpinnings of the concept of contingency, see
holds in February 1995. A combination of in-person and telephone intelAnne E. Polivka and Thomas Nardone, “On the definition of ‘contingent
views is used; the respondent can be any knowledgeable member of the howserk,” ” Monthly Labor Reviewpecember 1989, pp. 9-16.
hold aged 15 or older. Periodically, supplementary questions are added 4 |t may be tempting to classify independent contractors who were iden-
to the basicrs questionnaire to elicit information on selected characteristified as wage and salary workers in the main questionnaire as workers who
tics of workers. In February 1995, the first supplement on contingent angtherwise would have been employees of the company for which they were
alternative work arrangements was conducted. All employed persons, eyorking or individuals who were “converted” to independent contractors to
cept unpaid family workers (a very small group numerically), were includedhyoid legal requirements. However, the basiquestionnaire does not per-
in the supplement. For persons holding more than one job, the questiontt this distinction. Two individuals who are in exactly the same work ar-
referred to the characteristics of their main job (the one at which they workedngement may answer the question from the main questionnaire—“Were
the most hours). Because this was a one-time survey, it was not possiltgy employed by government, by a private company, a non-profit organiza-
to assess the effect of seasonal variation on the estimates of alternativetain, or were you self-employed?"—differently, depending on their inter-
rangements or to determine whether such arrangements have become nyation of the words “employed” and “self-employed.” It was not possible

common. with the cpssupplement to collect information on the legal aspects of em-
2 Information from the 1995 survey was released initiallastingent ~ ployment arrangements.
and Alternative Work ArrangemenfReport 900 (Bureau of Labor Statis- 5Owners of an incorporated business generally are considered paid em-

tics, August 1995). An additional analysis of these and other data on jgiloyees of the business. In the basts questionnaire, therefore, they are
security appeared Report on the American Workforlé.S. Department of ~ classified as wage and salary workers rather than as self-employed. In the
Labor, 1995), chapter 1. February 1995 supplement, however, all independent contractors were asked
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the complete set of questions about the characteristics of their business, jpetition) and supply factors (particularly the increasing labor force partici-
gardless of their classification on the basic questionnaire. pation of married women) to be significant.

¢ See two articles by John E. Bregger initanthly Labor Review Self- 10 Steven Pearlstein, “Business and the Temp Temptation: A Permanent
Employment in the United States, 1948-62," January 1963, pp. 37-43; ar®jtuation,”The Washington PasDct. 20, 1993, pp. C11, C15.
“Measuring self-employment in the United States,” January/February 1996, 1. yengon, for instance, interviewed several actors and musicians whose
pp. 3-9. . stints with temporary help firms served as “day jobs.” (See Hedssha

7See Wayne Howe, “Temporary help workers: who they are, what jOb$emp)
they hold,”Monthly Labor ReviewNovember 1986, pp. 45—47, for an ear-
lier study of workers in the temporary help supply industry based on a SPRe
cial supplement to thersin May 1985. The findings are not directly com- 20 1995
parable with those from the February 1995 survey, as different questions” ' W .
were asked. Also, see Anne E. Polivka, “Are Temporary Help Agency Work- - Golden and Applebaum, “The 1982-88 Boom in Temporary Employ-
ers Substitutes for Direct Hire Temps? Searching for an Alternative Expldent:
nation of Growth in the Temporary Help Industry,” paper presented at the *Factsheet on Black and Hispanic WorkéBsireau of Labor Statistics,
Society of Labor Economists Conference, Chicago, May 3—4, 1996. KeviApril 1996).
D. HensonJust a TemPhiladelphia, Temple University Press, 1996); 15 For an analysis of the temporary help supply industry based on data
Maureen MartellaJust a Temp: Expectations and Experiences of Womeffrom thecessurvey, see Max L. Carey and Kim L. Hazelbaker, “Employ-
Clerical Temporary Workerseport prepared for the U.S. Department of ment growth in the temporary help industiylonthly Labor ReviewApril
Labor, Women's Bureau, November 1991; and Jackie Krasas Rogers, “Just@86, pp. 37—44.
Temp: Experience and Structure of Alienation in Temporary Clerical Em- 15 standard Industrial Classification Manual, 1987
ployment,”Work and Occupationdlay 1995, pp. 137-66, provide views of
the industry primarily from the temporary workers’ perspectives.

2Growth in Temporary Help Reflects the New Way Americans Fing Jobs
ws release, National Association of Temporary and Staffing Services, Dec.

7 Richard S. Belousthe Contingent Economy: The Growth of the Tem-
orary, Part-Time and Subcontracted Workfofé@shington, National Plan-
8 Martha I. Finney and Deborah A. DaséhHeritage of Service: The porary. it o g
. . . A A . ning Association, 1989).
History of Temporary Help in Ameridq@lexandria,va, National Associa- . . . .
tion of Temporary Services, 1991). 18 Janice D. MurpheyBusiness Contracting-out PracticeSummary
9 . - “ - 87-8 (Bureau of Labor Statistics, November 1987).

Lonnie Golden and Eileen Applebaum, “What was Driving the ) ) i )
1982-88 Boom in Temporary Employmenéfierican Journal of Econom- 9 John Tschetter, “Producer services industries: why are they growing so
ics and SociologyOctober 1992, find evidence for a demand-driven boom;rapidly?”Monthly Labor RevienDecember 1987, pp. 31-40.

Karylee Laird and Nicolas Williams, “Employment Growth in the Tempo-  2° Katharine G. Abraham and Susan K. Taylor, “Firms’ Use of Outside
rary Help Supply IndustryJournal of Labor Researglrall 1996, pp. 663—  Contractors: Theory and Evidencédurnal of Labor Economicduly 1996,
81, find both demand factors (especially economic growth and foreign conpp. 394—-424.
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